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Abstract 
Growing interest in the technology of training and increasing of the number of people, conducting trainings, actualize the 
question: what kind of specialist will realize the technology effectively? In this paper, we propose the model of competences – a 
complete image of a professional, working in the training group. This model can be a tool for the design of studying courses, for 
training and retraining, professional development and certification of personnel. 
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1. Main text  
1.1. Introduction 
Recently different forms of work in training groups are commonly used in business, education, psychotherapy. 
Even a special profession of a trainer exists. It’s the specialist, who works in the training group. Many commercial 
and non-profit organizations specialize in conducting trainings, seminars and similar events. 
 
 
* Maria V. Tragel. Tel.: +79502846685 
        E-mail address: liakhova.mv@dvfu.ru, maria-vilgelmina@yandex.ru 
5 The Authors. Published by Elsevier Ltd. This is an open access article under the CC BY-NC-ND license 
(http://creativecommons. rg/licenses/by-nc-nd/4.0/).
Peer-review under responsibility of Academic World Education and Research Center
1102   Maria V. Tragel and Elena M. Shemilina /  Procedia - Social and Behavioral Sciences  186 ( 2015 )  1101 – 1108 
If conducting trainings becomes a profession, there must be criteria for the trainers (Lyahova & Shemilina, 2014), 
which defines the competency and professional growth direction, allow the certification and training for the trainers. 
An integrated approach to the professional requirements can be implemented in the model of competences. 
Competence is a set of professional and functional characteristics. Competency is a personal characteristic 
(Kozyreva, 2009). Competency describes person’s mastering a competences needed to implement a particular 
profession. 
In summary, a model of specialist is the integral and ideal image of a specialist. Integrity refers to the collection 
of professionally important personal qualities and skills required for the professional applications. The ideal model 
indicates a high level of professional competency and determines demand for the specialist, existential satisfaction 
of a person, of the results of his activity and the surrounding reality. Thus, the model is an image of harmonious 
person, confident and perceives the world creatively (Frolova, 2004). 
We rely on the researches of Raven (1997), Rogers (1961), JStark (1986), and others. Our model has the original 
design, created as a result of understanding of the theoretical works and experience of the professional activity.  
The essence of the professional activity of a trainer is creating the conditions for obtaining a certain social 
experience with help of some games and exercises (Lyahova & Shemilina, 2014). Then the trainer implements the 
principle of feedback, helping the participants to discuss and reflect their experience. In addition, the trainer must to 
prepare for the training. Moreover, the scope of his professional activities includes interpersonal interactions with 
the participants of the training, charterer of the training and co-trainer (some trainings requires co-working) (Thorne, 
Mackey, 2004, p. 34). 
 
  
 
Fig. 1. The model of competences, green – skills, blue – knowledge, orange – the integration of the skills, knowledge, beliefs and values. 
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Therefore, in the model, we relied on the following terms of reference of the trainer: preparation for the training, 
the implementation of technologies used during the training, the organization of interaction between participants, 
interpersonal interactions with the participants, co-trainer, the charterer and other stakeholders. 
Raven (1997) found that in forming of competency the crucial role plays the motivational sphere of the 
individual. Here we mean positions, beliefs, motives, goals, interests and values (p. 294). Therefore, we included in 
the competency model professional beliefs and values. In this model, they are included in the integrative 
competence and the competence of the self-development. Then consider the key components of this model.  
 
  
 
 
 
 
 
 
 
 
 
 
 
Fig.2. The model of conceptual knowledge 
1.2. Conceptual knowledge 
Fig. 2 shows the correlation between the different sections of knowledge. Psychology is the basic knowledge for 
the guidance of the psychodynamics and the implementation of the training technology. Two previous sections are 
the basis for the latter: a training course must be made in view of the psychological characteristics of the group 
process and features of training technology. Thus, this model implies a deeper understanding of mental processes 
with practical applications of this knowledge during the training. 
Fig. 3. The model of basic professional skills 
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1.3. The basic skills 
It is easy to see the similarities in Fig. 2 and Fig. 3. The scheme in Figure 3 requires the ability to apply 
knowledge of Fig. 2 in practice. It is important to note that the implementation of skills training methods can be 
divided into a plurality of discrete skills. For example, the discussion is one of such methods. Part of the technology 
of the discussion is the technique of questioning and active listening technique. That is, the possession of these 
techniques is one of the many skills for the implementation of training methods.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
   
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 Fig. 4. The model of communication skills 
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1.4. Communication skills 
This section describes the abilities of a professional communication. Trainer’s professional communication 
occurs in the following situations: negotiations with the charterer of the training / workshop / master class, 
interaction with members of the group at the training, interaction with co-trainer during preparation and conducting 
of the training. 
It is important to emphasize that the division into groups is arbitrary. For example, the revealing of unverbalized 
and / or unconscious motives is not only important in the interaction with the charterer, but when working with the 
motivation of participants during the training (Ovchinnikov, 2005). In order not to overload the circuit, we prefer not 
to be repeated. 
1.5. Contextual knowledge 
About the trainer’s contextual competence, little is known. Krol and Mihailova (2002) described it as follows: "A 
professional trainer must understand where and whom he teaches" (p. 8). Vopel (2000) also noted that the trainer 
should have special knowledge about the group and the theme of the training.  
 
 
 
 
 
 
 
 
 
 
 
 
 
  
Fig. 5. Model of contextual knowledge. 
 
 
Knowledge about the theme should include the knowledge about the social context. This is especially important 
for the social trainers who use in their work model IMBR (information-motivation-behavior-resource) (Xue, Ling, 
2012). According to this model, it is important to provide accurate and actual information. For example, the trainer 
for the prevention of HIV infection must know statistics on the number of HIV-infected, ways of the transmission, 
contacts of the local medical facilities, where people can get consultation and tests, etc.  
Dimitriev (2012) separately allocated competence of the business trainers in the field of enterprise management 
(leadership, sales, project management and processes, etc.). It can also be attributed to the contextual competence. 
Training is practical-oriented activity. That is why the trainer’s knowledge should not be divorced from the existing 
social context, that is, from the actual processes in the business. Thus, this part of the model is very important for 
trainers in the different spheres, although it will have a different content. 
 The understanding of the social context plays an important role in the process of professional development. 
Contextual knowledge helps to predict changes in the professional field and to stay demanded. 
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1.6. Integrative competence.  
This component of the model provides professional behavior in general. We have included here the abilities, 
skills, beliefs and values. As mentioned above, in questions of the competency it is necessary to investigate the 
motivational sphere of the individual. 
 
Fig. 6. The model of integrative competence 
1.7. Competence of the self-development. 
The final component of the model is an extension of the integrative competence. This component allows the 
specialist to adapt to changing conditions and to stay demanded. In addition, qualities such as the ability to regulate 
the level of the energy and to plan personal development contribute to the protection of professional burnout 
(Thorne, Mackey, 2004, p.13).  
According to Fig. 7, the competence of the self-development provides feedback to another parts of the model. 
How does it works? First, the values plays the crucial role providing the necessary readiness to acquire new 
knowledge, skills, abilities, and to change attitudes and behavior. Acquisition of new knowledge in the professional 
field and new knowledge about the social context contributes to the ability to search for the missing information. 
Skills development contributes to the ability to analyze the own work and the work of the other trainers. 
Communicative skills improves the searching and using of the feedback. It is known that effective changes in the 
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individual plants occur mainly in the group rather than an individual context. That is, in order to identify and change 
their less adaptive positions and develop new forms of behavior, people must learn to see ourselves as others see 
them (Rudestam, 1990). Thus, the feedback is a professional tool for the trainer during the training and at the same 
time his instrument for the professional and personal development. 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Fig. 7. The model of the self- development competence 
2. Conclusions 
In summary, we can make the following conclusions: 
x in practice of the continuing education, there is need for the training for trainers, but an integral understanding of 
the competences of the specialist just emerging; 
x we have proposed the model of competencies of the trainer and it can be used in various organizations, which 
carry out training and professional development of the trainers;  
In the future researches based on this model, we plan to make some simplified models, corresponding to the 
different tasks of training the specialists working in training groups. 
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